Managers need to understand the types of perceptions, feelings, and reactions they should elicit from personnel under their direction. To this end, a parsimonious model is required. However, few comprehensive models linking managerial behaviours to employee states and outcomes have been developed and tested. Accordingly, this research articulates the importance of three critical constructs -leader-member exchange (LMX), job satisfaction, and perceived organizational justice -and associations with emotional exhaustion, work motivation, workplace misbehavior, and emotional intelligence as a concise and efficient model that explains the relationships between attitudes and states within individuals, and related, important work and personal outcomes. The model displayed a very high level of reliability and validity based on the exceptional fit of the structural equation models across two very large samples (over 1600 participants in each study).
Moreover, it has been shown that increased job satisfaction is associated with individual characteristics such as personal traits or temperament (Tziner et al., 2008) . For example, attachment-employee psychological commitment and identification with the group-might also be an individual characteristic likely associated with job satisfaction (Bennett & Robinson, 2003) .
Perceived Organizational Justice
In this study, an important antecedent variable is perceived organizational justice, which is defined as the degree to which employees think or feel they are provided with treatment that is apposite, just and respectful, sufficient and accurate information, and rewards and resources (Ambrose & Schminke, 2009; Cohen-Charash & Spector, 2001; Colquitt, Conlon, Wesson, Porter, & Ng, 2001) . Hollensbe, Khazanchi and Masterson (2008) assert that these perceptions are a product of personal evaluations based on specific "organizational components," such as leaders and co-workers, and overall impressions based on the consequences of random organizational occurrences.
Typically, organizational justice comprises (1) distributive justice; (2) interactive justice; and (3) procedural justice (see Cohen-Charash & Spector, 2001; Colquitt et al., 2001; and Niehoff & Moorman, 1993 for further reading). However, for conciseness, in this study we have confined our exploration to the overall perception of justice. Organizational justice has been researched in detail in the past, but most studies have emphasized its role as a predictor of work outcomes and not as a possible outcome in its own right (e.g., Brienza & Bobocel, 2017; Shkoler & Tziner, 2017) . Hence, we elected to designate organizational justice as an antecedent to job satisfaction, motivation, and emotional exhaustion, and also as a covariate to emotional intelligence.
Consistent with both social exchange theory (SET) (Blau, 1986) and equity theory (Adams, 1965) , when employees feel they are treated justly in their organization they will experience a balanced relationship with the organization and manager. They will likely feel compelled to reciprocate by investing higher levels of energy, time, creativity, and work intensity behaviors (Pan, Chen, Hao, & Bi, 2018 ) -in other words, they have high work motivation (Tziner, Fein, & Oren, 2012) . High work motivation leads to the attainment of work goals, followed by appropriate rewards, leading in turn to job satisfaction. Concurrently, as outlined in the section on LMX above, perceived organizational justice enhances high-quality LMX, resulting in augmented levels of commitment, trust and respect. And, of course, the reverse applies with regard to perceived organizational injustice and low-quality LMX.
Burnout and Emotional Exhaustion
According to Maslach (2003) , burnout is a progressive psychological response to chronic work stress and is a multidimensional construct that involves three distinct but interrelated aspects: (1) depersonalization (negative attitudes and feelings toward the organization and service recipients); (2) emotional exhaustion; and (3) reduction of personal accomplishment and in the perceived ability to perform effectively. Physical fatigue may also be added to these dimensions of burnout . Burnout can negatively affect employees' state of health. For example, burnout may precipitate hyperlipidemia (Shirom, Toker, Melamed, Berliner, & Shapira, 2013) ; exacerbate the risk of type 2 diabetes; and increase the incidence of coronary heart disease (Melamed, Shirom, Toker, & Shapira, 2006) . Toker and Biron, 2012 have also found that burnout is also correlated with depression, and it is an important component of general health outcomes related to total work hours and work-life conflict (Fein & Skinner, 2015) .
Burnout also has organizational implications, such as its impact on effectiveness and performance, and negative attitudes toward work and the organization (Halbesleben & Bowler, 2007; Maslach, Schaufeli, & Leiter, 2001) . As it intensifies, it has been shown that burnout results in reduced satisfaction with work and, in turn, levels of employee turnover (Baeriswyl, Krause, & Schwaninger, 2016; Cropanzano, Rupp, & Byrne, 2003; Moreno-Jimenez et al., 2012; Urien Angulo & Osca, 2012) . Employees with burnout may also negatively impact on co-workers (Bakker, Le Blanc, and Schaufeli, 2005) ; and burned-out managers may exhaust the whole work environment (Pines & Aronson, 1988) .
Conservation of resources (COR) theory, on which the definition of burnout is based, emphasizes the importance of personal resources in explaining the stress process (Hobfoll, 1989) . This theory assumes that individuals are motivated to achieve, preserve, protect, and nurture the things they value-that is, resources (e.g., occupational stability, work satisfaction, self-confidence, loyalty of friends and family, money, property, etc.). Psychological stress occurs when the individual experiences loss of or threat to these resources, or when investment of resources does not produce further expected resources. Burnout transpires when resource depletion becomes chronic.
In the current study, of the three dimensions comprising burnout, we opted to survey only emotional exhaustion as, reportedly, in two recent meta-analyses, it emerged as the most closely related to antecedents and outcomes of burnout (Cieslak et al., 2014; Lee, Lim, Yang, & Min Lee, 2011) .
Perceived Organizational Justice and Burnout
The negative effects of perceived injustice on burnout have been highlighted in many studies (e.g., Brotheridge, 2003; Liljegren & Ekberg, 2009; Moliner, Martinez-Tur, Peiro, Ramos, & Cropanzano, 2005; Son, Kim, & Kim, 2014) . Nevertheless, they have not been thoroughly examined, even in Colquitt et al.'s (2001) meta-analytic review of organizational justice studies. In addition, not all the above studies examined all aspects of organizational justice and/or burnout, and the theoretical justification for connecting the two concepts has been unclear. Nonetheless, despite the paucity of research on the burnout-organizational justice linkage, Hobfoll's (1989) COR theory may provide adequate clarification.
According to COR theory, an individual aspires to acquire and safeguard resources, both social (e.g., intimacy, tenure) and personal (e.g., expertise, self-esteem). He or she might undergo psychological stress if there was (1) a risk of losing resources; (2) actual loss; or (3) a small return on a large initial investment of resources. Resources may personal characteristics (e.g., personality, endurance), personal circumstances (e.g., marriage, work), physical objects, or energies (e.g., time, money), all of which can be quantified and may be used to achieve other goals or resources. We posit that states of organizational injustice would be interpreted as signaling a resource deficit.
As a loss of resources can be seen as threatening, individuals may act to minimize their loss, and those with weaker strategies to deal with stress will also be inclined to develop (sometimes maladaptive) mechanisms of coping. This might include substituting one resource for another (e.g., hasty remarriage after divorce), investing in or using other resources (e.g., working overtime), changing the focus of attention (seeing a threat as a challenge), and re-evaluating resources. It is notable, however, that the ensuant overload caused by investing in these additional resources could result in greater stress and, finally, burnout (Tepper, 2001; Wright & Cropanzano, 1998) . Maslach, Schaufeli and Leiter's (2001) model that focuses on the level of match (or mismatch) between an individual and six areas of their work environment (workload, community, control, fairness, reward, and values), fairness in particular, parallels this finding.
Work Motivation
Another variable we investigated regarding the predictor-outcome relationship is work motivation, that is, the psychological impetus that creates complex cycles of goal-directed thought and behavior . Motivation is what stimulates us to persevere in courses of action until they are accomplished. Hence, scholars of work motivation endeavor to reveal the processes by which an individual's internal, psychological forces-in conjunction with external, environmental forces-impel the persistence, intensity, and direction of personal behavior towards attainment of a goal (Kanfer, Frese, & Johnson, 2017) . Nontheless, Pinder (2014, p. 11) provides another, and currently the most accepted, working definition of work motivation: "Work motivation is a set of energetic forces that originate both within individuals, as well as beyond an individual's being, to initiate work-related behavior and to determine its form, direction, intensity, and duration." Work motivation, then, arises from the synergy between the external environment (societal and organizational) and an individual's characteristics. (Latham & Pinder, 2005) . Research suggests that although personal characteristics may have less weight in determining motivation compared to rewards in the external environment, they are still critical components of determining the worth of outcomes and are always active in determining motivation (Fein & Klein, 2011; Klein & Fein 2005) . To summarize, motivation might be viewed as the impetus that drives an individual to engage in an activity, and we illustrate the perceptions of organizational justice as an individual antecedent to motivation in the present model.
Workplace Misbehavior
In recent years, workplace misbehaviors (Berry et al., 2007; Bodankin & Tziner, 2009; Cohen-Charash & Mueller, 2007; Dilchert, Ones, Davis, & Rostow, 2007; Levy & Tziner, 2011) and counterproductive work behaviors (Cohen-Charash & Mueller, 2007; Ho, 2012; Levine, 2010) have received much attention in the literature, due to their significant economical, sociological, and psychological implications in the work environment (Aubé, Rousseau, Mama, & Morin, 2009; Bodankin & Tziner, 2009 ). These dysfunctional behaviors include withdrawal, harassment, and even theft or sabotage (Bennett & Robinson, 2000; Spector, Fox, Penney, Bruursema, Goh, & Kessler, 2006) . Important organizational norms are almost invariably violated by these behaviors and organizations' goals, goals, procedures, productivity, profitability, and, of course, employees, are harmed (Aubé et al., 2009; Spector et al., 2006; Vardi & Weitz, 2002) . These behaviors, which may be 
Measures
Emotional intelligence (EI) was measured using the Trait Emotional Intelligence Questionnaire-Short Form (TEIQue-SF; Petrides & Furnham, 2003) , which includes 30 Likert-type items between 1 ("very little") and 6 ("very much"). Half the items are reverse-scored. In previous studies, the reliability coefficient (Cronbach's α) of the questionnaire ranged between 0.82 and 0.89 (Cooper & Petrides, 2010; Petrides & Furnham, 2006; Pérez, Petrides, & Furnham, 2005) . In the present study, the measure had good reliability: α = 0.92 (M = 4.26; SD = 0.96) for the first sub-sample and α = 0.91 (M = 4.25; SD= 0.96) for the second sub-sample.
Perceived organizational justice (OJ) was measured using the Justice Scale (Niehoff & Moorman, 1993) , which includes 20 Likert-type items between 1 ("completely disagree") and 6 ("completely agree"). The mean reliability coefficient of the questionnaire was 0.84 (Niehoff & Moorman, 1993 ). In the current study, the measure had good reliability: α = 0.96 (M = 4.13; SD = 0.96) for the first sub-sample and α = 0.96 (M = 4.14; SD = 0.95) for the second sub-sample.
Burnout was measured using the Maslach Burnout Inventory (MBI; Maslach, Jackson, Leiter, Schaufeli, & Schwab, 1986) . Of the three dimensions of burnout, in this paper we used only emotional exhaustion, comprising nine Likert-type items between 1 ("a few times a year") and 6 ("every day"); for instance, "I feel emotionally drained from my work." In a previous study (Smith & Tziner, 1998 ), Cronbach's α of this measure was 0.89. In the current study, the measure had good reliability: α = 0.91 (M = 2.74; SD = 1.06) for the first sub-sample and α = 0.90 (M = 2.77; SD = 1.06) for the second sub-sample.
Work misbehavior (WMB) was measured by the Interpersonal and Organizational Deviance Scale (IODS; Bennett & Robinson, 2000) , which includes 19 Likert-type items between 1 ("never") and 6 ("every day"); for instance, "I deliberately worked slower than I could." The mean reliability coefficient of the questionnaire was 0.80 (Bennett & Robinson, 2000) . In the current study, the measure had good reliability: α = 0.96 (M = 1.98; SD = 1.03) for the first sub-sample and α = 0.96 (M = 1.99; SD = 1.02) for the second sub-sample.
LMX was gauged by the LMX7 questionnaire (LMX7; Graen & Uhl-Bien, 1995) , consisting of seven Likert-type items; however, each item has a different scale from 1 ("rarely," "not a bit," "not at all," "none," "strongly disagree," "extremely ineffective") to 6 ("very often," "a great deal," "fully," "very high," "strongly agree," "extremely effective"). Original reliability was α = 0.91. In the current research, reliability was: α = 0.85 (M = 4.10; SD = 0.91) for the first sub-sample and α = 0.84 (M = 4.12; SD = 0.90) for the second sub-sample.
Work motivation was gauged by the Work Extrinsic and Intrinsic Motivation Scale (WEIMS; Tremblay, Blanchard, Taylor, Pelletier, & Villeneuve, 2009), consisting of 18 Likert-type items ranging from 1 ("does not correspond at all") to 6 ("corresponds exactly"); for example, "The reason for being involved in my job is for the satisfaction I experience when I am successful at doing difficult tasks." In the present study, we used the intrinsic dimension of the scale. The measure had high reliability: α = 0.92 (M = 4.10; SD = 0.86) for the first subsample and α = 0.93 (M = 4.14; SD = 0.87) for the second sub-sample.
Job satisfaction was tapped with the MSQ 20-item questionnaire (Weiss, Dawis, England, & Lofquist, 1967) . Each item of the questionnaire assesses a facet of work satisfaction; for instance, "To what extent are you satisfied with the chance to do something that makes use of your abilities?" The responses were given on a 6-point scale. In a previous study (Smith & Tziner, 1998) , the reliability coefficient of this measure was 0.82. The reliability in this paper was: α = 0.95 (M = 4.34; SD = 0.89) for the first sub-sample and α = 0.95 (M = 4.36; SD = 0.87) for the second sub-sample.
Procedure
The survey (pencil and paper) was given to working people in various organizations to complete voluntarily. After we collected all the data, it was analyzed using the SPSS (v. 22) and AMOS (v. 22) software packages. We assessed Common-method bias (CMB) using harman's single-factor test (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003) to assess the extent to which intercorrelations among the variables might be an artifact of common method variance (CMV). In order to examine Harman's single-factor test, all variables were loaded on a single factor. This single factor exhibited a poor fit (χ 2 /d.f. =67.99, CFI=0.78, NFI=0.77, GFI=0.85, RMSEA=0.143), which evidenced that common bias did not pose a serious threat in the current study.
Control Variables
Past empirical research has found no evidence to a meaningful relationship between demographic characteristics and research variables. In this study all correlations between demographic variables presented in Table 1 (age, education, team work, and responsibility) and variable in the model were below 0.1, therefore, no variables were controlled.
Results
First, to describe the network of associations among the study's variables, a Pearson correlation matrix was derived, as presented in Table 2 . An initial investigation of the results revealed that all correlations between independent variables in the model ijbm.ccsen were betw regression 3 along w cut-off of all variab Business and Management Vol. 15, No. 2; By calculating the difference in chi-square and degrees of freedom, and using these in a formal chi-test, we found that the chi-square difference was not significant (∆χ 2 (df) =15.8(10), p = .107), so we can assume that the constrained model was not significantly different from the unconstrained model; therefore, there is no significant difference between the path parameters across both samples.
We can see also in Figure 2 that perceived organizational justice has a significant positive impact on LMX (β= .58, (.60); p<.001), job satisfaction (β=.53,(.50);p<.001), work motivation (β= .47,(.48); p<.001), and a significant negative impact on emotional exhausting (β= -.22(-.22) ; p<.001). Emotional intelligence has a negative significant impact on WMB (β= -.50(-.46);p<.001) and emotional exhaustion (β= -.50(-.48); p<.001). LMX has a positive impact on job satisfaction (β= .16(.21); p<.001).
Work motivation has a positive significant impact on job satisfaction (β=.28,(.24); p<.001) and a negative significant effect on emotional exhaustion (β= -.15(-.13); p<.001). Additionally, results of modification indices lead to an unexpected negative significant relationship between WMB and job satisfaction (β= -.10(-.13); p<0.0.01). These findings support all our expectations (see Figure 1 ), except the relationship between work motivation and WMB that was not supported by our findings.
Discussion
The main finding of this research is that the comprehensive model we presented in Figure 1 is an indeed a reliable and valid tools for educating managers. The model displays a very high level of reliability based on the exceptional fit of the measurement model across both samples, and a high level of validity based on the structural paths embedded in the nomological network, which was supported across both very large sub-samples. Specifically, in this research we tested the measurement model and structural model displayed in Figure 2 . We tested this model across two separate sub-samples from the same population to ensure we could not capitalize on error variability when reproducing results. Our results from both sub-samples indicate factorial invariance for the measurement model as well as support for the structural paths. The difference in the constrained versus unconstrained models was non-significant which leads us to conclude that model fits and allows a reliable inference of path estimates. In the analyses from both sub-samples fit was high and the path estimates are stable indicating support for these parameters in the population.
Measurement reliability was a strength of this research, with alpha estimates ranging from .84 -.92 across both sub-samples with almost all alpha estimates equal or greater than .90. The median alpha estimates across both sub-samples was .94. When coupled with the very strong indices of fit (e.g. RMESA < .05 across both sub-samples) and the very high sample size of (over 1640 participants in both sub-samples) we can conclude that the scales used in this research display very high levels of reliability.
Another major contribution of this research is that organizational justice was associated with about one quarter of the variability in work motivation and over a third of the variability in LMX. The magnitude of the effect size for this single variable is impressive (Cohen, 1992) and the fact that organizational justice holds such a parsimonious role in the model suggests that it should be included as a central construct in studies of associations between LMX, work motivation, and job satisfaction. These links are important because perceptions of organizational justice are also critical to the effective functioning of organizations (Sharoni, Tziner, Fein, Shultz, Shaul, & Zilberman 2012) .
In respect to job satisfaction, our results show that the model accounted for two-thirds of the variance in job satisfaction, which is impressive given the central role of job satisfaction in work and organizational psychology research. Historically, job satisfaction is seen as a critical component of intention and cognition within the turnover process (Colquitt et al., 2009) . Although there is able evidence for variables extraneous to our model as determinants of job satisfaction, such as genetic factors (Arvey, McCall, Bouchard, Taubman, & Cavanaugh, 1994) , a model that accounts for two-thirds of the variability in this critical work attitude can be of great practical value to human resource practice and research. For example, applied work on turnover suggests that job satisfaction is an area of the turnover pathway still subject to management control, and can be influenced independent of labor market conditions, largely through the impact of organizational leadership and antecedents to motivation (Colquitt, et al., 2009) .
Conclusion
Further research studies should consider longitudinal designs or experimental designs, which are required to provide strong evidence of causation along the paths in our model. We would recommend that such studies should be expanded to include both group and organizational level constructs such as measures of group cohesion or organizational effectiveness. All of these constructs are important components of the organizational context encountered by new managers. We observe that such organizational contexts are complex and additional variability in outcomes will fall outside of the proposed model. However, the model presented in this paper will still serve as a parsimonious tool to explain a large part of the complexity in employee behavior and is backed by the strong empirical research included in this study.
Limitations and Future Research
We note that the paths illustrated in this research do not provide direct casual evidence. However, they do indicate very strong networks of association that might be leveraged to explain focal constructs in more detail such as unique variance in LMX (Lu, 2016) . Another limitation is that we based our measurement in self-report questionnaires. Although we found no evidence of significant common method variance, multiple self-report questionnaires will contain some shared variability due to measurement methods. Finally, we recognize that phenomenon in organizations exist in complex, multi-level networks. Although we have presented a parsimonious model of key variables, the constructs reflected in our research could be expanded to include both group and organizational level constructs such as measures of group cohesion or organizational effectiveness. Future studies might also incorporate a small number of additional variables as covariates -both in terms of states, which could include justice related contextual variables such as illegitimate tasks (Omansky, Eatough, & Fila, 2016) , and in terms of individual differences such as age, which has been shown to moderate the relationship between justice and emotional exhaustion (Brienza & Bobocel, 2017) .
We note the abundance of research supporting the necessity of a model to serve as an advanced organizer as part of guided instruction in complex environments (Kirschner, Sweller, & Clark, 2012; Mayer, 2004) . When embarking on management development programs, the model presented in this paper could serve as a central component of guided instruction for new managers. To examine the determinants of organizational justice in more detail, we recommend that managers use interview data, which might include performance management conversations as well as exit interview data that could provide a retrospective account of justice perceptions. As part of such studies we would recommend the use of multi-level modelling methods to further investigate the team level variables in organizational contexts. This would be particularly important for our proposed model because over 80% of participants in both sub-samples worked in teams.
